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sizing on Individual Behavior, The,” 
329-341 

Influential data points, 344, 346-347, 361 
See also Influential observations; Outliers 

Influential observations: advantages/disad- 
vantages of, 344; definition of, 344; dele- 
tion of, 344-345, 356-357, 358-362; 
diagnostic analysis and, 351-352; differ- 
ential impact of, 360; handling of, 


344-345, 359; impact on regression 
analysis of, 344; reasonable evidence test 


and, 359 

Influential observations, and multiple 
regression analysis (study): analysis, 
350; background, 344-346; conclu- 
sions, 360-362; deletion of influential 
observations and, 344-345, 356-358, 
360-362; discussion, 357-360; HR 
research and, 346-347; identifying 
regression analysis, 350, 352; individ- 
ual raters and, 359-360; measures, 
348-350; purpose, 347; recommenda- 
tions, 361; regression diagnostic proce- 
dures, 350-352; results, 352-357; 
sample, 348; testing for individual 
influential observations, 351-355; test- 
ing for multicollinearity, 350-352; 
testing for multiple influential observa- 
tions, 351-352, 355-356; testing viola- 
tion of regression assumptions, 350, 
352 

Informal learning, 223 

Initiatives to address practitioner-executive 
gap, 199 

Innovation: definition of, 64, organizational 
competitiveness and, 64; persistence of, 
64; research on, 64-65. See also Creativity 


Innovation implementation: Concerns- 
Based Adoption Model and, 65; cost- 
benefit factors and, 73; definition of, 
64-65, organizational values and, 65, 
73, research on, 65; role factors and, 
73-74; time factors and, 74-75 

Input-based criteria, 275 

Inspirational motivation, 138 

Instructional models: chaos theory and, 
260;  context-sensitive, 260-261; 
enhancements for, 260, flexibility of, 
261; realistic business context and, 264, 
situated learning, 260, 264; work 
groups and, 257. See also Instructional 
systems design (ISD) model; Interven- 
tion framework, for learning/working; 
Learning 

Instructional systems design (ISD) model: 
enhancements to, 259-260; limitations 
of, 260-261; work skills and, 250 

“Integrating Learning with Working: A 
Reconception of the Role of Workplace 
Learning,” 249-270 

Intellectual stimulation, 139 

Interactional justice, 174. See also Justice, 
organizational 

International human resource development 
(IHRD): American management philoso- 
phy and, 186; concept of culture in, 
139; leadership study and, 136-152; 
managing diversity and, 186-188; need 
for research in, 135-136 

Interpersonal insight, 39 

Intervention framework, for learning/ 
working: alignment and, 264; collective 
consciousness and, 265-266; emergent 
considerations of, 264-266; features of, 
262; implications for further research 
on, 267-268; initial considerations of, 
262-264, learner support and, 266, 
limitations of, 266-267; need for, 261; 
realistic business context and, 264; 
skilled colleagues and, 264-265; work 
analysis and, 263-264; work-related 
goals vs. behavioral objectives and, 
262-263 

Intrinsic interest, 331 

“Invited Reaction: Gender, Social Roles, 
and the Emergence of Leaders,” 
321-328 

“Invited Reaction: Influence Behaviors and 
Managerial Effectiveness in Lateral Rela- 
tions,” 35-42 





“Invited Reaction: Managers as Facilitators 
of Learning in Learning Organizations,” 
127-134 

“Invited Reaction: Setting the Stage for Fur- 
ther Study of Developmental Relation- 
ships,” 221-224 


Jacobs, R. L., “Best HRD Research Studies 
Never Done,” 1-2 

Jalajas, D. S., “The Influence of Job Motiva- 
tion Versus Downsizing on Individual 
Behavior,” 329-341 

Job characteristics model, 330 

Job motivation: downsizing and, 330-331, 
338; employee autonomy and, 339; 
empowerment and, 330, intrinsic inter- 
est and, 331; job characteristics model 
and, 330; mentoring and, 388. See also 
Motivation vs. downsizing, and behavior 
(study) 

Job satisfaction, 365, 377 

Justice, organizational: distributive, 174; 
HRD and, 173; interactional, 174, liter- 
ature on, 174-177; procedural, 174. See 
also Organizational justice, career devel- 
opment and 


Karau, S. J., “Invited Reaction: Gender, 
Social Roles, and the Emergence of Lead- 
ers,” 321-328 

Knowledge creation, 105 

Kohnen, J. B., review by, 193-195 

Kolb, J. A., “The Effect of Gender Role, 
Attitude Toward Leadership, and Self- 
Confidence on Leader Emergence: 
Implications for Leadership Develop- 
ment,” 305-320 

Kuchinke, K. P., “Leadership and Culture: 
Work-Related Values and Leadership 
Styles Among One Company’s U.S. and 
German Telecommunication Employ- 
ees,” 135-154 


Leader Behavior Description Question- 
naire, 227 

Leader-member exchange (LMX) theory: 
affective variables and, 238; attribution 
theory and, 239-240; average leadership 
style and, 232-233; communication 
and, 239; critique of research on, 
240—241; demographic variables and, 
236; development of, 228; developmen- 
tal variables and, 236-240, dyadic the- 


ory and, 228, 231-233; elements of, 
225-226; empirical support for, 232; 
future directions for, 242-244; high- 
quality relationship and, 234; historical 
overviews on, 226; ignorance of devel- 
opmental process and, 241; in- 
group/out-group subordinate status and, 
231-232; initial framework of, 229-230; 
innovative behavior and, 234-235; job 
performance and, 234; job problems 
and, 235; job satisfaction and, 235; lack 
of standard model of, 241; leader impact 
on subordinate roles and, 229; leader- 
subordinate relationship and, 229; lead- 
ership exchanges and, 231; limited 
generalizability of, 240-241; limited 
research designs and, 241; as multidi- 
mensional process, 237, 242; negotiating 
latitude construct and, 230-231; organi- 
zational outcomes and, 243-244; out- 
come-dependency and, 238-239; 
outcome variables and, 233-236; per- 
sonal compatibility and, 236-237; 
personal/interpersonal relations and, 
237-238; personality and, 243; promo- 
tion and, 234; reciprocity and, 239; 
research obstacles and, 226; research 
summary on, 233-240; role categories 
and, 231; role development variables 
and, 236; role domains and, 229; role 
theory and, 229-232, 243-244; social 
domain and, 235-236; supervisory 
exchanges and, 231; team-member 
exchange quality and, 236; terminology 
and, 226; three-phase socialization 
process and, 229; training programs 
and, 244; unproven measurement 
instruments and, 241 

“Leaderless Supervision and Performance 
Appraisal: A Proposed Research 
Agenda,” 91-94 

Leaders: charisma and, 136; devotion of, 
391; learning organizations and, 106; 
official vs. emergent, 306; subordinate 
roles and, 229; teachable points of view 
and, 392-393; transformational, 137. 
See also Emergent leaders; Managers 

Leadership: charisma and, 136, 138; cross- 
cultural studies of, 141, effects of culture 
on, 140-141; ethnocentrism in, 141; 
gender stereotypes and, 323; importance 
of, 136; as key construct, 136; manage- 
ment skills rating scale for, 161, 
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Leadership (continued): 164-167; mentor- 
ing and, 388; task-oriented approach to, 
317-318; transactional, 137; women 
and, 306-308, 317-318, 323-324, 326. 
See also Facilitative leadership; Gender 
role orientation, and leadership (study), 
Leadership, and culture (study); Partic- 
ipatory leadership; Transactional lead- 
ership; Transformational leadership 

Leadership, and culture (study): conclu- 
sions, 149-152; data analysis, 144-146; 
differences in leadership style and cul- 
ture, 144-152; effects of culture on 
leadership, 148-152; Hofstede’s organi- 
zational culture dimensions and, 139, 
141, 143-152; hypotheses, 138-141, 
144-149; implications for further 
research, 152; leadership and, 1 36-137; 
limitations, 152; Multifactor Leadership 
Questionnaire, 138, 142, 152; research 
design/ methodology, 141-144; research 
setting, 141-142; results, 143-144; sam- 
ple demographics, 142-143; theoretical 
framework, 136-138; transformational 
leadership theory and, 137-138; Values 
Survey Module and, 142, 152 

“Leadership and Culture: Work-Related 
Values and Leadership Styles Among 
One Company's U.S. and German 
Telecommunication Employees,” 1 35- 
154 

Leadership behavior, 305 

Leadership development: changes in con- 
cept of, 299; continual process of, 299; 
cross-cultural differences and, 299; 
developmental relationships and, 298; 
issues in, 298-299; leader devotion 
and, 391; leadership engine and, 391: 
resources for, 297-299; systems 
approach to, 298; 360-degree feedback 
and, 298; 

Leadership engine framework: competitive 
marketplace and, 392; integrated per- 
spective and, 393; internal vs. external 
focus and, 393; Kotter’s stages for creat- 
ing change and, 393; leadership devel- 
opment and, 391; leadership roles and, 
393; leadership themes and, 393; orga- 
nizational change perspective and, 
392-393; organizational success and, 
392; research support for, 392; Ulrich’s 
success factors and, 393; 


Leadership Engine: How Winning Companies 
Build Leaders at Every Level, The, 
reviewed, 391-394 

Leadership exchanges, 231 

Leadership perceptions: emergent leader- 
ship and, 306; gender role and, 
305-306; gender role stereotypes and, 
307, 323 

Leadership roles, 393 

Leadership style: androgynous, 308; qual- 
ity circles and, 141; U.S. vs. German, 
138-139. See also Average leadership 
style (ALS) 

Leadership themes, 393 

Leadership theory: average leadership style 
model and, 226-226, 232-233; 
charisma and, 136, 138; dyadic theory 
and, 228, 231-233; Full Range of Lead- 
ership framework and, 137; mixed 
model and, 227; role theory and, 
229-232; situational leadership theory 
and, 227, 299; trait theory and, 227; 
transactional, 137; transformational, 
136-137. See also Leader-member 
exchange (LMX) theory 

Leadership training: frequency of, 136; 
supportive vs. directive approach and, 
317 

Learning: business involvement in, 127; 
competitive advantage and, 105, 128, 
contextual view of, 132; emphasis on, 
105; experience and, 259; integration of 
work with, 258-259; as linear process, 
129-131; manager's role in, 127; perfor- 
mance-based, 128; simulations and, 
156-157; technical-rational view of, 
128; work practices and, 256. See also 
Action learning; Continuous learning; 
Instructional models; Intervention 
framework, for teaching/learning; Orga- 
nizational learning; Situated learning; 
Workplace learning 

Learning, and performance: defining per- 
formance and, 295; dualistic view of, 
295; restructuring/downsizing and, 293; 
short-term vs. long-term goals and, 
295-296; theory of human nature and, 
296; training and, 295 

“Learning and Performance: Just the End of 
the Beginning—A Rejoinder,” 293-296 

Learning networks: ideal types of, 45-46; 
power negotiation and, 44; project- 





based learning and, 59; theoretical foun- 
dations of, 44-45. See also Learning 
networks, organization of (study); 
Work-related learning networks 

Learning networks, organization of (study): 
comparison of different strategies and, 
50-51; conclusions, 57-59; continuous 
adaptation strategy and, 46; design, 48; 
direct representation strategy and, 46; 
Directed Reflection case example and, 
54-55, Directed Reflection strategy and, 
52-53; Extended Training case example 
and, 53-54; Extended Training strategy 
and, 51-52; HRD and, 57-60; individ- 
ual negotiation strategy and, +7; merits 
of network perspective and, 58; method, 
48-50; organization strategies and, 
46-47; practical implications and, 
58-59; problem statement, 46-47; pro- 
cedure, 48-49; professional innovation 
strategy and, 46-47; qualitative analysis, 
49-50; quantitative analysis, 50; Reflec- 
tive Innovation case example and, 55; 
Reflective Innovation strategy and, 53; 
research implications and, 59-60; 
research questions, 47; results, 50-57; 
strategy configurations and, 51-55, 
work types and, 55-57 

Learning organizations: characteristics of, 
63-64, 106; competitive advantage and, 
128-129; contextual view of learning 
and, 132; critical analysis of, 107; defin- 
ition of, 105; facilitative leadership and, 
106; knowledge and, 105-106; leader/ 
manager roles and, 106; messiness of, 
128; paradigm shift in concept of work 
and, 128; study of, 127; teaching in, 106; 
technical rationality and, 128; technical- 
rational view of, 128-129, 132; under- 
standing of, 106. See also Learning 
organizations, managers’ role in (study); 
Teaching organizations 

Learning organizations, managers’ role in 
(study): conceptual framework, 107- 
109; critical incident technique and, 
109-110, 127; critique of, 127-133; 
data analysis, 110; facilitative behavior 
and, 115-116;  findings/discussion, 
111-119; interviews and, 109-110; 
learning triggers and, 114-115; man- 
agers as coaches and, 112-113, 130; 
managers as empowering and, 112-113, 


115-117, 130, 132-133; managers as 
facilitators and, 112-113, 115-117, 
132-133; managers’ behavior and, 115- 
117; managers’ beliefs and, 111-114, 
131; outcomes and, 117-119; person- 
process-product model and, 107-108, 
131; Person-Role model and, 107; prac- 
tice implications, 119-121; purpose, 
107, 127; questions about, 133; research 
design/methodology, 109-110; research 
implications, 121-122; research ques- 
tions, 107; role distinction and, 112- 
113; role transitioning and, 113-114 

Learning technologies, 201 

Learning transfer, regression analysis and 
(study), 347-362 

Liberal learning networks, 46 

Long-term orientation, 140. See also Hofst- 
ede’s organizational culture dimensions 

Looking Glass experience, 156, 160 

Loyalty, employee: career decisions and, 
96; communication and, 97-98; corpo- 
rate culture and, 95; definition of, 95; 
downsizing and, 95-97; employee per- 
ceptions and, 98; employee persistence 
and, 95-96; HRD and, 97; job insecurity 
and, 96; leavetaking and, 96; as less 
common, 95; managers and, 95; organi- 
zational success and, 95 

LUTI process, 64 


McCauley, C. D., “Formal Developmental 
Relationships: A Survey of Organiza- 
tional Practices,” 203-220; The Hand- 


book for Leadership 
reviewed, 297-300 
McEnery, J. M., “Validity of Multiple Rat- 
ings of Business Student Performance in 
a Management Simulation,” 155-172 
Management: employee loyalty and, 95; 
formal developmental relationships and, 
207; HRD practitioners and, 199-201; 
perceptions of HRD by, 201; trust and, 
95-96. See also Managers 
Management-by-exception, 138 
Management development strategies. See 
Formal developmental relationships 
Management skills, 156. See also Manage- 
ment skills, peer/self-ratings of (study) 
Management skills, peer/self-ratings of 
(study): background, 155-159; behav- 
iorally anchored rating scale and, 


Development, 





Management skills, peer/self-ratings of 
(study) (continued): 160-161; communi- 
cation skills and, 161, 166, 168; conclu- 
sion, 168-169; development and, 
158-159; feedback and, 158-159; HRD 
practice implications, 169; job manage- 
ment skills and, 161, 164-167; leader- 
ship skills and, 161, 166-169; Looking 
Glass experience and, 156, 160; method, 
159-162; multirater process and, 157, 
168-169; peer ratings and, 157-158, 
168-169; problem analysis skills and, 
161, 164-166; procedure, 160-162; 
research implications, 168-169; results/ 
discussion, 162-167; sample, 159-160; 
self-ratings and, 157-158, 168-169; 
simulations and, 156-157; teamwork 
skills and, 161, 164-167. See also Train- 
ing, management 

Manager-as-Instructor approach (study): 
change management and, 70-71; com- 
mitment and, 70-71; corporate exam- 
ples and, 63-64; data analysis/results, 
68-73; discussion, 73-75; further 
research and, 75; implications, 75; inno- 
vation and, 64; instrumentation, 66-67; 
LUT! process and, 64; methodology, 
65-68; origins of, 64; power concerns 
and, 70-71; purpose of, 64-65; role 
impact and, 68-69, 73-74; sample, 
67-68; support for innovation and, 
68-69, 72-73; time concerns and, 
69-71, 74-75 

Managerial behavior taxonomies, 108-109 

Managerial effectiveness: authority vs. 
influence skills and, 93; influence as key 
to, 3; self-awareness and, 7-9, 26-27, 
35-36, 38; supportive relationships and, 
24-25; upper-level relationships and, 
22-23. See also Influence behaviors, and 
managerial effectiveness (study) 

Managerial self-awareness (MSA): defini- 
tion of, 7; feedback seeking and, 39-40; 
impression management and, 39, influ- 
ence behaviors and, 7-9, 26-27, 37, 40; 
insight and, 39; managerial effectiveness 
and, 7-9, 26-27, 35-36, 38; perfor- 
mance and, 27, 38; personalized data 
and, 7; self-monitoring and, 38-39; 
team member exchange and, 40. 

Managers: as coaches, 112-113, 130; as 
empowering, 112-113, 115-117, 130, 
empowerment and, 339; as facilitators, 


112-113, 115-117, 132-133; as foster- 
ing learning, 127; in learning organiza- 
tions, 106, 128, 131-132; redefining 
roles of, 63-64, as teachers, 133. See also 
Leaders; Learning organizations, man- 
agers’ role in (study); Management; Man- 
ager-as-Instructor approach (study); 
Managerial effectiveness; Managerial self- 
awareness (MSA) 

“Managers as Facilitators of Learning in 
Learning Organizations,” 105-125 

Marone, M., review by, 195-198 

Masculinity: emergent leaders and, 
307-309, 316, 324-325; leadership 
roles and, 140, 324-325; traits/behav- 
iors and, 307; women leaders and, 
307-308, 317-318, 325. See also Hof- 
stede’s organizational culture dimen- 
sions 

McClernon, T. R., review by, 18i-185 

Mendonsa, R. M., review by, 185-188 

Mentoring: antecedents influencing, 385- 
386; career stage and, 385; career- 
related benefits of, 387-388; communi- 
cation and, 386-387; definition of, 384, 
demographics and, 385; as developmen- 
tal relationships, 204; fit and, 388; 
future research on, 389; growth of, 
383-384, historical origins of, 383; 
homosocial reproduction and, 387-388; 
HRD and, 383; informal vs. formal, 384; 
mentor characteristics and, 384; moder- 
ators of, 386-387; obstacles to, 206; 
one-on-one, 204, 206, 211, 213-214; 
organizational benefits of, 388; organi- 
zational level/ structure and, 386; orga- 
nizational support and, 206, 388; 
outcomes of, 207, 387-388; power and, 
385; previous experience and, 385; psy- 
chosocial benefits of, 388; reward sys- 
tems and, 387; selection process and, 
387-388; social exchange theory and, 
384-385; studies of, 207; success 
and, 383; terminating relationships in, 
388; training for, 388 

Minorities, 206, 216, 223 

Mixed model, of leadership, 227-228 

Morgan, G., Images of Organization (2nd 
ed.), reviewed, 193-195 

Morrall, Jr., A., “The Survivor Loyalty Fac- 
tor,” 95-99 

Motivation vs. downsizing, and behavior 
(study): conclusions, 340; discussion, 





337-340, downsizing and, 330-331, 
338; empowerment and, 330, 338-339; 
future research, 339; human resource 
managers and, 338; hypothesis, 333; 
individual behavior variables and, 
331-333; job enrichment and, 338-339, 
job motivation and, 330-331, 338-339; 
limitations, 339-340; literature review 
and, 330-331, 337-338; methods, 
333-337; purpose, 329; results, 336- 
337; rethinking work and, 339; sample, 
333-334, studies on, 330-333. See also 
Job motivation 

Moxley, R. S., The Handbook for Leadership 
Development, reviewed, 297-300 

Multicollinearity, 350-351 

Multifactor Leadership Questionnaire 
(MLQ), 138, 142 

Multirater process, 157, 168-169 


Naval navigators, 255 
Negotiating latitude construct, 230 
Networks. See Structured networks 


Official leaders, 306 

On-the-job learning, 203 

One-on-one mentoring, 204, 206, 211, 
213-214 

Organizational change: influence behav- 
iors and, 3-4; learning organization 
and, 63; research on, 63; self-awareness 
and, 7-8 

Organizational culture: Hofstede’s frame- 
work for, 139, 141, 143-152; indi- 
vidualism and, 139-140; leadership 
dimensions and, 141; long-term orienta- 
tion and, 140; masculinity and, 140; 
power distance and, 139; uncertainty 
avoidance and, 140. See also Leadership, 
and culture (study) 

Organizational development (OD): influ- 
ence behaviors and, 24, 27-29, 40; 
process facilitation and, 29 

Organizational effectiveness. See Effective- 
ness 

Organizational hierarchy: flattening of, 4, 
24, 35; working relationships and, 4-5 

Organizational justice, career development 
and: fairness issues and, 177; justice 
constructs and, 174-175; research 
implications and, 177-178. See also 
Career development (CD); Justice, orga- 
nizational 
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Organizational learning; contextual view of, 
132; paradigm shift in view of work and, 
128-129, 132, 295; performance per- 
spective vs., 295; technical-rational view 
of, 128-129, 132. See also Workplace 
learning 

Organizational strategies, + 

Organizations: autopoiesis and, 194; chaos 
theory and, 193; decentralization of, 
204; domination metaphor for, 194; 
employee view of, 95; loyalty and suc- 
cess of, 95; metaphorical images for, 
193-195; restructuring of, 4-5, 24, 35; 
role and, 73; self-organization and, 193. 
See also Downsizing; Organizational 
change; Organizational culture; Organi- 
zational learning 

Oue, F. L., “Implications of Leader-Mem- 
ber Exchange Theory and Research 
for Human Resource Development 
Research,” 225-248 

Outcome criteria, 274-275 

Outliers, 344-346, 362. See also Influential 
observations 


Pace, R. W., “Learning and Performance: 
Just the End of the Beginning—A 
Rejoinder to Kuchinke,” 293-296 

Paleontology, 101-102 

Participatory leadership, 306 

Peer ratings, 6-7, 157-158, 168-169 

Peer reviews, 92 

Perceived dissimilarity, 80-81 

Perfect. market model of 
economies, 196 

Performance: assessment centers and, 158; 
definition of, 295; empowerment and, 
330; feedback and, 159; HRD interven- 
tions and, 294; managerial self-aware- 
ness and, 9, 38. See also Learning, and 
performance; Skilled performance 

Performance appraisal: career development 
and, 92; compensation and, 277; costs 
of, 274; criteria in, 274-277; definition 
of, 273; as effective tool, 92; effective- 
ness of, 274, 276; effects of distance on, 
91-92; elimination of, 92; employee 
desire for, 92; as essential, 277; format 
of, 276-277; frequency of, 276-277; 
future research directions about, 93; goal 
setting and, 92; individual benefits of, 
273; industrial vs. retail, 278-279; influ- 
ence behaviors and, 24, input-based 
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Performance appraisal (continued ): criteria 
in, 275; leaderless supervision and, 91; 
need for research on, 277; negative 
effects of, 274, negative perceptions of, 
274, neglect of, 274; organizational ben- 
efits of, 273; outcome criteria in, 
274-275; participatory, 278; qualitative 
criteria in, 275-276, reasons for, 273; 
recommendations on, 277; sales repre- 
sentatives and, 91; satisfaction with, 
92-93; self-directed teams and, 92; stud- 
ies of sales force, 272; studies of, 
250-251; telecommuters and, 91 writ- 
ten, 277 

Performance appraisals, in retail sales 
(study): research questions, 279-280; 
compensation and, 280; compensation 
and, 285-286, conclusions, 287-288; 
criteria and, 278-280, 282-284, 
286-288; discussion, 286-287; empiri- 
cal background, 250-252, 272; evalua- 
tion format and, 285; goals, 272-273, 
industrial ys. retailing appraisals and, 
278-279, limitations, 288; literature 
review, 273-278; manager-employee 
communication and, 287-288, method- 
ology, 280-282; participatory appraisals 


and, 278, 286; purpose, 278-280; ques- 
tionnaire, 281-282; rationale, 279; rec- 
ommendations, 288; results, 282-286; 
sample, 280-281 

Performance assessment, discrimination 


and (study): discussion, 85-86; 
hypotheses, 82; Ideal Employee Inven- 
tory and, 81-82, 84-85; implications of, 
86; Individual Differences Approach to 
Diversity Awareness tests/interventions 
and, 81-82; limitations, 86-87; mea- 
sures, 82, perceived dissimilarity and, 
80-81; procedure, 82-84; research on, 
80-81; results, 84-85, feedback seeking 
and, 39-40; impression management 
and, 39; team member exchange and, 
40. See also Performance appraisal 

Performance outcomes: criteria for, 
274-275, influence behaviors and, 6 

Person-process-product model, 107-108, 
131 

Person-Role Model, 107 

Personnel decision making: equal employ- 
ment regulations and, 395; Four-Fifths 
Rule and, 395; HRD and, 396; measure- 
ment procedures and, 395-396; organi- 


zational needs assessment and, 394-395; 
scientific model of personnel research 
and, 395; selection decisions and, 394 

Pettijohn, C. E., “Salespersons and Sales 
Managers: A Descriptive Study of Topics 
and Perceptions of Retail Sales Perfor- 
mance Appraisals,” 271-291 

Pettijohn, L. S., “Salespersons and Sales 
Managers: A Descriptive Siudy of Topics 
and Perceptions of Retail Sales Perfor- 
mance Appraisals,” 271-291 

Photocopier repair technicians, 251-252 

Platform instruction, 201 

Poell, R. F., “Strategies in Organizing 
Work-Related Learning Projects,” 43-61 

Power: influence behaviors and, 4; learning 
organization vs. work organization and, 
44, social exchange theory and, 385, 
389 

Practitioner-executive gap, 199 

Practitioners. See HRD practitioners 

Preskill, H., review by, 189-192 

Problem finding, 182-183 

Procedural justice, 174. See also Justice, 
organizational 

Process facilitation, 29 

Productivity, 293-294 

Professional innovation strategy, 460-47 

Project-based learning, 59 

Psychology, scholarly critique and, 102 


Qualitative criteria, 275-276 
Qualitative research, 379 
Quality circles, 141 


Realistic business context, 264 

Realistic job preview (RJP), 376-377, 379 

Redding, J., “Bridging Gaps: An Update 
from the ASTD Research Committee,” 
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imprecision of, 360; influential observa- 
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diagnostic analysis 

Regression diagnostic analysis: deletion of 
influential observations and, 356-358, 
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Self-ratings, 157-158, 168-169 

Sex differences: emergent leadership and, 
322-323; job behaviors and, 324; social 
role theory and, 322-323. See also Gen- 
der role 

Simulations, learning and, 156-157 
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“Survivor Loyalty Factor, The,” 95-99 

Survivors, of downsizing: career decision 
of, 96; communication and, 97; down- 
sizing perceptions of, 98; hardworking 
nature of, 98; job insecurity and, 96-97; 
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360-degree feedback, 7, 92, 157, 159, 
169, 298. See also Feedback 

Tichy, N. M., The Leadership Engine: How 
Winning Companies Build Leaders at Every 
Level, reviewed, 391-394 

Torraco, R. J., “Integrating Learning with 
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ing Work-Related Learning Projects,” 
43-61 

Women: developmental relationships and, 
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Work: as collective activity, 254-255, 
257-258; as individual effort, 251-254; 
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learning organization and view of, 
128-129, 132; paradigm change in view 
of, 128-129, 132; rethinking, 338; as 
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Work groups: collective consciousness of, 
265; feedback and, 266; group develop- 


_ 


ment and, 257-258; instructional mod- 
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learning and, 256; task performance 
and, 251-255. See also Workplace 
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45-46; horizontal, 45; liberal, 46; the- 
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of, 258; environmental effects on, 259; 
instructional systems design model and, 
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